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      This mixed-method study examined factors that influence the retention of P-12 
teachers in a southern metropolitan city. Although people are transitioning into P-12 
education from nontradition pathways; teacher retention remains a critical concern. The 
retention of highly qualified teachers, academic achievement, employee morale and the 
expense of teacher recruitment are a few reasons to identify factors that support the 
retention of P-12 teachers. The following variables were examined in the research as 
possible retention factors associated with teacher retention: administrative support, 
classroom management, financial compensation, mentorship opportunities, principal’s 
leadership style, professional development opportunities and school culture. Five schools 
were selected to participate in this study’s data collection process. These schools were 
selected because they achieved at least an 80% teacher retention rate for the last three 
school years (2016-2017, 2017-2018, and 2018-2019). Survey data were received from 
ii 
62 teachers. Fifty-six teachers completed the survey and six teachers declined completion 
of the survey. A Focus group was conducted with five fine arts teachers.   
     The survey participants revealed three independent variables (administrative 
support, principal’s leadership style and school culture) most influential to teacher 
retention. The majority of the focus group participants reiterated that classroom 
management was the most influential independent variable. However, the participants 
spoke in great detail and duration about the significance of administrative 
support/principal’s leadership style. Perhaps, a different finding would have been 
obtained if the researcher had gather information from former employees who had 
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      This study focused on the influence of retention factors associated with P-12 
teachers in a progressive southern metropolitan city in the United States of America.  
This southern metropolis is the home of major industries: beverages, transportation and 
news media. This southern city is equally known as the home of a myriad of educational 
institutions.   
      The study’s identified geographic landscape is representative of several local P-12 
school districts. Specifically, the city for the research is not dominated by one main P-12 
school district. There are in excess of ten P-12 school districts associated with the 
metropolitan region. Examples of major P-12 school districts in the United States that 
dominate a metropolitan area include: New York City Schools, Chicago Public Schools 
and Los Angeles Unified School District. New York Public Schools (the largest P-12 
school district in the United States) employs approximately 75, 000 teachers and has a 
student enrollment of 1.1 million (New York Public Schools, 2018). The city of Chicago 
consists of one main P-12 school district. The Chicago Public Schools district employs 
approximately 22, 000 teachers and has a student enrollment of approximately 400, 000 
(Chicago Public Schools, 2018). The Los Angeles Unified School District (2018) is 
another example of a dominating school district located in a metropolitan area. The Los 




States) employs approximately 27, 000 teachers and has an approximate student 
enrollment of 700,000 (Los Angeles Unified School District, 2018).         
 Additionally, the school district which shares the name of the southern 
metropolitan city is not the dominant P-12 school district within the metropolitan area.  
The study’s school district located within this southern city employs approximately 3,000 
teachers and has a student enrollment of approximately 55, 000. Currently, there are other 
metropolitan P-12 school districts with larger student enrollment than the school district 
which has the same name as the southern metropolitan city.   
      Due to the various number of other P-12 school districts in the area, it is crucial 
for P-12 school districts to identify retention strategies for teachers. In an effort to 
achieve this strategy, employers are expected to attract, recruit and maintain highly 
qualified teachers. To that end, it is essential for the school districts to enhance retention 
practices for teachers for the following reasons: competition from surrounding school 
districts, identifying persons who possess the appropriate certification requirements, and 
establishing a workforce of talented educational professionals to satisfy the goal of 
educating students.   
      Competition from other surrounding P-12 school districts in the metropolitan area 
is a real threat for every school district associated with the area. Within this metropolitan 
area, there is an urgency for P-12 school districts to distinguish themselves from other 
surrounding P-12 school districts. A primary issue is the limited number of highly 
qualified educators in the immediate area and the increasing demand for these educators.  




professional educators is less than the demand for professional educators. This is 
especially true for educators in hard to hire content areas. These hard to fill content 
instructional areas include: math, science, foreign language and special education. Most 
districts have employment vacancies in these content areas due to the growing need of the 
services. Potentially, disgruntle teachers within the study district have the ability to seek 
other employment opportunities with another school districts within a 30 mile radius in 
all directions. There are enough P-12 school districts in the metropolitan area for teachers 
to change employment with little effort. However, this game of musical chairs increases 
the recruitment expenditures of school districts. The solution is to identify methods of 
teacher satisfaction in an effort to retain teachers in school districts. 
      Certification requirements for teachers are a real dilemma for P-12 school districts 
in the metropolitan area. The Georgia Department of Education (via the Georgia 
Professional Standards Commission [GAPSC]) has established benchmarks of 
qualifications for certified educators in Georgia. School districts cannot randomly recruit 
individuals to instruct in classroom without guidelines and criteria. The Georgia 
Professional Standards Commission is the state agency in Georgia that grants P-12 
educators their professional certification. Georgia educators are required to possess 
specific educational training and pass specific examinations to obtain certification in 
Georgia.   
      Recently, the Georgia Professional Standards Commission has various methods to 
secure certification requirements pending specific criteria. These methods to secure 




Teacher Preparatory Academy of Pedagogy better known as the TAPP program. The 
TAPP program is an alternative certification program for individuals are interested in 
becoming a teacher but do not hold the traditional educational background. It is essential 
to understand that certification is still necessary for educators in the State of Georgia.   
      School administrators have a duty to establish and maintain a qualified workforce.  
Similar to the challenges of many P-12 school districts, the study area’s educational 
hiring practices have been affected by the limited number of individuals pursuing 
educational careers, educators transitioning to other vocational industries and attrition in 
general. The aforementioned challenges do not decrease the responsibility of school 
districts to educate their students. Regardless of the challenges of establishing and 
maintaining a workforce, one fact remains—the students are coming. Stakeholders will 
not accept school districts not honoring their responsibility of educating and preparing 
students. The ultimate mission of a P-12 school district is to prepare students for college 
and/or career opportunities. In an effort to achieve this mission, the expertise/services of 
talented educational professionals (especially teachers) are critical. School districts 
should seek to locate the best personnel for the task of the successful matriculation of 
students. It is not sufficient for human resources staff to identify and hire any individual 
in these vacant teaching positions. School districts personnel must wisely seek to attract 
and preserve the best employees if the ultimate academic achievement is desired.   
      Additionally, the vocation of education has experienced a decreased number of 
college students entering educational college preparatory programs. Each year 




Another consideration for P-12 school districts is the number of teachers transitioning 
from the vocation of education to careers in noneducational disciplines.    
      In summary, the southern metropolitan city’s landscape is comprised of a variety 
of P-12 school districts. This research is expected to identify significant factors that 
impact the retention of teachers in a P-12 school district. The intent of the study is to 
identify specific retention incentives/benefits which are desired and important to P-12 
teachers especially within this geographical area. This is vital information for school 
districts in the study area due to the competition of other school districts and the limited 
number of highly qualified teachers.   
 Educational achievement is a desired by-product in today’s society. The overall 
goal in education is to identify factors to optimize student success and hiring teachers is 
one method of obtaining success. The academic performance of students is essential in a 
global competitive society. Every industrialized country and organization is striving to 
recruit talented individuals who have the ability to lead. It is just like the old saying: A 
teacher is needed for every profession.  Let us revise the saying to: A professional 
teacher is needed for every profession. The importance of hiring quality teachers is 
essential to preparing today’s students for the future. Again, retention of teachers in this 
southern metropolitan city is unique due to the existence of other P-12 school districts 
within close proximity. It is important to understand; that research must be constantly 
reevaluated due to the changing motivation/desires of the human population.  
Additionally, the age and the career level of educators may reveal specific incentives of 




benefits and financial rewards, while a mid-career educator may need or wants benefits to 
enhance a work-life balance. At the same time, a seasoned educator may focus their 
desires towards retirement and downsizing. This researcher believes this study will assist 
in the matriculation of P-12 students by providing administrators with knowledge of how 
to retain the best and appropriate human capital.    
 Unlike, New York City, Los Angeles Public Schools and or Chicago Public 
Schools, this southern region does not have one school district with a monopoly 
concerning the employment of P-12 teachers. The surrounding area is a land of 
opportunities for P-12 educators. Teachers are able to select from a list of possible 
employers. Therefore, due to the need for highly qualified teachers, this population of 
teachers is able to demand specific benefits. A school district must devise a 
comprehensive plan of retention to attract, hire and retain the best staff possible.  
Otherwise, a competing school district may lure staff to their organization resulting in 
potential employee vacancies. In the past, one metropolitan school district (associated 
with the study area) attracted many employees due to their salary offers. Today, the 
aforereferenced school district still maintains a competitive edge in salary but the salary 
gap between other school districts and this district is not as wide. To this end, other 
school districts understood in order for them to compete with this above-referenced 
school district, their financial compensation had to be similar. Currently, teacher salaries 
among P-12 school districts associated with this city is relatively stable exhibiting little 




Statement of the Problem 
 The problem cited for the research is the retention of certified teachers compared 
to the demand of certified teachers in a large southern metropolitan area. To that point, 
there are in excess of ten school districts associated with the study area. A disgruntle 
teacher (located within the study area) can travel within thirty minutes of their residence 
and be in the jurisdiction of another P-12 school district. Author Sharon Kukla-Acevedos 
(2009) stated teachers need about five years of vocational experience to become effective 
in improving student academic achievement. As a result, it is imperative for school 
districts to understand and implement retention practices that retain highly qualified 
teachers. Otherwise, the constant turnover of personnel will mean increase recruitment 
expenditures, greater probability of reduced student achievement and employee morale.  
Realistically, school districts must consider the number of qualified teachers because of 
the districts’ requirement to fill vocational positions for their instructional programs.       
 Frequently, being a neophyte in most professions is difficult for most people.  
This is especially true for teachers. These individuals have the demands of executing 
lesson plans, managing classroom discipline, relating to student personalities, responding 
to supervisors/parents while navigating the workplace. As a result of these demands, it is 
no surprise that 20% to 25% of new teachers leave the profession within their first three 
years of teaching (Clark, 2012). Specifically, certified teachers are needed to accomplish 
the aforementioned obligation of the school district. P-12 school administrators must be 
conscious of this professional duty. School districts need various staff to offer diverse 




academic component. Educational leaders must consider a student’s total educational 
experience including athletics and other extracurriculum activities. 
      School districts must have a realistic marketing plan for their organization in 
order to recruit and retain teachers. This research provides information on how to appeal 
and recruit teacher employees.  
 The problem associated with this study was to examine the factors that explain 
the retention of teachers in a metropolitan school district. The research focused on the 
recruitment incentives for teachers. Currently, there is a concern regarding student 
achievement and the reduced numbers of undergraduate students majoring in education.  
The long-term effect is a potential reduction of teachers in the field of education.  
Frequently, school districts are competing for a limited number of proficient 
educational professionals. This is especially true due to the various competing school 
districts in the study area. Additionally, the retention of teachers becomes a great 
challenge for school districts including the district’s financial expenses of recruitment 
and professional training. Of course, the expense of hiring is a routine cost of doing 
business but like any business enterprise it is necessary to make smart choices for the 
organization to thrive. One element of survival in the educational environment is the 
need to increase productive recruitment, hiring, and retaining effective educational 
teachers.    
 Therefore, when school districts hire teachers it is essential to keep valuable 
individuals in the organization. Teachers may depart the organization if their initial 




hiring and retaining teachers is a win-win for the organization and the teacher. Hiring 
employees is a real expense for the organization. Bad hiring practices cause the 
organization to waste financial resources that could be applied to other options for 
student achievement. It is a great business practice for organizations to grow their own 
human resource/capital. To that end, retaining relevant and effective teachers is 
necessary if student achievement is desired. Education is a profession. Education 
professionals are created by their years of experience and a dedication to the practice of 
their vocation. One goal is to maintain educational professionals who become more 
proficient each passing year. It is not a wise business practice for an organization to 
continue to replace a substantial number of teachers. Identifying employment practices 
to retain quality these specific employees is the solution. Today’s stakeholders expect 
and demand educational achievement for students in P-12. The overall goal in education 
is to identify factors to optimize student achievement and one method of achieving that 
goal is to retain effective teachers. The academic performance of students is essential in a 
global competitive society. Every industrialized country and organization is striving to 
retain talented educators who possess the ability to teach and support students.  
 
Purpose of the Study 
      The purpose of this study was elementary in nature. How do school districts 
create and foster a productive professional environment that eliminates the transitional 
desires of teachers?  How do school districts create a caring environment where teachers 
are able to thrive and recruit others teachers by sharing their positive experiences?  This 




concerning the retention of P-12 teachers. The research was expected to identify specific 
retention variables that are great predictors for maintaining teachers in school district.  
Therefore, the study was expected to support the retention of professional educators 
within a select school district; which would result in decrease recruitment expenditures 
for the district. The expected purpose of the study was to determine and predict the 
relationship and the influence of the independent variables (administrative support, 
classroom management, financial compensation, mentorship opportunities, principal’s 
leadership style, professional development opportunities, and school culture) upon the 
dependent variable (retention of P-12 teachers). Specifically, this study was expected to 
result in research based data concerning the retention of P-12 teachers.   
      Moreover, the purpose of this research was to empower P-12 district personnel to 
become accountable financial stewards regarding the tax-payers’ funds. Additionally, an 
analysis of the data was expected to determine and predict the reliability of independent 
factors for the act of recruitment, hiring, and retention of teachers within a school district.  
The selection and hiring process of an organization has the potential to be expensive.  
Therefore, organizational leaders are expected to spend funds wisely. If leaders are not 
good stewards of the district’s finances, then resources must be retrieved from other 
sources/purposes to address the staffing demands of hiring teachers. Ultimately, the 
reassignment of resources has the potential to effect student achievement. When P-12 
school districts are thoughtful and purposeful in the selection process, this action should 




      This research was designed to examine the perspectives of teachers concerning 
retention incentives. The research results revealed variables that explain effective 
recruitment, hiring and retention of teachers. The following independent variables were 
used to obtain teachers’ opinions: administrative support, classroom management, 
financial compensation, mentorship, professional development, and school culture.  The 
study examined the degree to which the above-referenced independent variables affect 
the dependent variable—teacher retention.   
 Additional focus sought to find specific variables/factors that explain the ability to 
retain teachers within an organization. The concern that led to this study was the need for 
effective teachers to remain in the educational arena despite numerous challenges, 
including the study’s school district. Every profession has a learning curve in order for 
individuals in the related profession to become proficient in their vocation.    
      The researcher sought to determine the extent to which retention can be explained 
by factors such as (administrative support, classroom management, financial 
compensation, mentorship, professional development, and school climate/culture). The 
research has identified relevant independent variables that show a positive relationship 
with the retention of teachers. If one is able to predict a direct relationship between these 
variables, the researcher is able to predict certain behavior and or results to increase the 
retention of teachers. Finally, the study examined the degree to which the above-





Significance of the Study 
      The findings of this study resulted in critical information concerning retention 
strategies for P-12 school districts located in and near this southern city. Furthermore, the 
findings of the study will have the potential to impact staffing practices, protocols and 
expenditures for school districts. By identifying positive retention strategies, this 
discovery is expected to increase the number of mavens affiliated with the organization.  
Therefore, the teaching experiences of the mavens should result in greater academic 
achievement of students.    
      Determining contributing variables/factors of recruiting, hiring and retaining 
teachers is relevant for today’s educational environment. Prior to students being able to 
compete globally, students must perform well in their local schools, their states and 
nationally.  Identifying proficient teachers is essential to student achievement. Every day, 
society preaches the need for students to compete and live in a global economy. The need 
and desire to increase student achievement is not an isolate goal of any 
educational/learning institute this is a national and international goal/expectation.  
Frequently, research cites the teacher as the most influential element of student 
achievement. Therefore, identifying elements/variables to increase the retention of 
effective educators is a win-win for all.    
 
Research Questions 
 The research questions were presented to P-12 teachers (elementary, middle, and 




RQ1: What is the relationship between administrative support and the retention 
of P-12 teachers in a southern metropolitan city?   
 RQ2:  What is the relationship between classroom management and the retention  
  of P-12 teachers in a southern metropolitan school city?   
 RQ3:  What is the relationship between financial compensation and the retention  
  of P-12 teachers in a southern metropolitan school city?   
 RQ4:  What is the relationship between mentorship opportunities and the   
  retention of P-12 teachers in a southern metropolitan school city?   
 RQ5:  What is the relationship between principal’s leadership style and the  
  retention of P-12 teachers in a southern metropolitan school city?   
 RQ6:  What is the relationship between professional development opportunities  
  and the retention of P-12 teachers in a southern metropolitan school city?   
 RQ7:  What is the relationship between school culture and the retention of P-12  
  teaches in a southern metropolitan school city?   
 RQ8:  Which factors—administrative support, classroom management, financial  
  compensation, mentorship opportunities, principal’s leadership style,  
  professional development opportunities and school culture—has the  
  greatest impact on the retention of P-12 teachers?  
 RQ9:  Which factors—administrative support, classroom management, financial  
  compensation, mentorship opportunities, principal’s leadership style,  
  professional development opportunities and school culture—has the least  




 RQ10:  Are there other factors that have an impact on the retention of P-12  
  teachers if so, what are those factors and why do they impact retention of  
  P-12 teachers?   
 
Dependent Variable and Independent Variables 
      The following dependent variable (the influence of retention factors associated 
with P-12 teachers) was measured in the research. The following independent variables 
were explored in the study: (a) administrative support, (b) classroom management,  
(c) financial compensation, (d) mentorship opportunities, (e) principal’s leadership style, 
(f) professional development opportunities, and (g) school culture. 
 
Summary 
      In summary, a study of retention factors of P-12 teachers is relevant in a large 
southern metropolitan area due to the high demand of professional educators. This 
retention concern is experienced by every school district and especially the study’s school 
district. These data are relevant due to the expectation of increasing accountability on 
behalf of school districts administrators to their stakeholders. Tax-payers are entrusting 
school district officials to be great custodians of their children and their tax dollars.  
Retention of qualified educators is important to all professions but only academic 
organizations. If organizations concentrate on retaining talented teachers, this action 
should result in savings for the recruitment budget. The bottom line is school districts 
must appreciate and value their educators. The appreciation of teachers must be sincere 
and thoughtful. The high demand for teachers exists in part due to several reasons 




preparatory programs, the retirement of teachers, the transient patterns of teachers in this 
southern metropolitan area, and teachers departing the educational industry. Again, the 
teacher demand exceeds the teacher supply due to a number of concerns not only the 














REVIEW OF THE LITERATURE  
 
 
      This chapter is an examination of research concerning the retention factors of P-
12 teachers. The literature review concentrated on the following retention factors: 
administrative support, classroom management, financial compensation, mentorship 
opportunities, principal’s leadership style, professional development opportunities, and 
school culture. The review of literature is extremely clear that teacher retention is a major 
concern for school districts, state departments of education and college preparatory 
education departments. A sincere assessment of retention factors is necessary if 
resolution is desired for this real challenge in education. As noted previously, maintaining 
qualified teaching staff is a real issue. According to Madeline Will (2018), 44% of new 
teachers depart the teaching profession within five years. This rate is larger than many 
professions including police officers. In fact, the perception of a teacher shortage has 
emerged in the educational arena for several years. The research of retention factors is 
critical because additional studies support a direct correlation between student 
achievement and the influence of qualified teachers. Positive and substantial student 
achievement is one of the main goals of education and this is definitely an expectation in 
the United States. Student achievement serves as a benchmark when determining if 
students are able to compete in an international economy/society. Student achievement is 




expected to decrease when a less qualified teacher is providing instruction to students and 
when teachers are transit concerning employment. Therefore, school districts are tasked 
with maintaining highly qualified teaching staff in order to satisfy the demands of all 
stakeholders.     
 
Administrative Support 
      This study examined the relationship between administrative support and 
retention factors of P-12 teachers. Administrative support appears to be a relevant 
retention factor for teachers. Today, employers and employees in general are balancing 
professional and personal difficulties and responsibilities. Individuals are required to 
wear a variety of hats due to vocational and personal obligations. This is especially 
relevant for teachers.  Many educators are parents and or care givers to aging parents. 
Teachers are faced with increased professional demands including quantifying student 
achievement as a reflection of their evaluations. Having an administrative team and 
school districts that establish practices that support a work/life balance is needed and 
expected for many teachers.   
The lack of support and respect for teachers is another source of retention loss.  
Everyone including politicians, policy makers, and parents are quick to blame low 
student achievement on teachers. Some individuals have accused teachers of lacking 
accountability concerning the academic progress of their students. The reality is all 
stakeholders (including students) have some degree of responsibility for successful 
matriculation. During the years of No Child Left Behind, teachers were mandated to 




of information because these areas could not be tested. Administrative support includes 
establishing realistic standards for teachers and students. 
Additionally, teachers desire an invitation to provide input and collaborate in the 
instruction and curriculum design. Long (2016) stated, if teachers are going to be held 
accountable for the delivery of information, should not they have a voice at the table 
concerning the creation of the product?  Therefore, an employer’s ability to offer 
flexibility in the workplace and recognize the life style demands of employees is a 
valuable benefit to most employees including teachers.   
      Teachers are demanding work environments that afford them greater autonomy, 
high levels of administrative support and realistic/clear expectations. Research suggests 
that school administrators (especially principals) must understand their influence on 
teacher retention by developing positive work relationships and empowering teachers to 
develop professionally (Hughes, 2012).      
      Author Suzanne Rice (2014) highlighted the importance of teacher placement in 
accordance to their experience, student behavior and preparation traits. Administrative 
support examines not only the support at the school level but this variable includes the 
support provided by the school district as a whole. Administrative support includes the 
establishment of norms and beliefs in the workplace and especially the school setting.  
Administrative support is the foundation of an environment of fairness, reasonableness, 






 This study examined the relationship between classroom management and 
retention of P-12 teachers. Classroom management is another term associated with 
student disciplinary concerns. Although corporal punishment is legal in the state of 
Georgia, several school districts do not utilize this method to address student misconduct.  
The main concern is the possibility of legal liability for the school district. Student 
discipline is a common distraction of instruction and frequently influences an educator’s 
desire to seek employment at another school, district or profession. Students must be held 
accountable for their acts of misconduct. Many teachers believe there are different 
standards for them and the students as it relates to discipline. Some teachers believe they 
(teachers) are disciplined more seriously than the disciplinary actions given to students.  
This researcher believes there is a need to re-establish discipline and appropriate conduct 
expectations for both teachers and students. Teachers are paid to impart knowledge not 
serve as detention officers. When one spends the majority of their time disciplining 
students and addressing discipline concerns this may lead to the consideration of another 
vocational choice. Again, discipline concerns can create disruptions to the learning 
environment and stressors for teachers. If school districts are not able to appropriate 
address disciplinary concerns, teachers will move on to the next employer when given an 
opportunity. Frequently, teachers are too familiar with their interactions with students, 
which is confusing when teachers try to assume the role of teacher again. Educators must 
remember that students are not your friends or your children during the scope of their 




 According to Matt Barnum (2018), another retention issue for consideration is the 
utilization of black male teachers as the primary disciplinarians in the school 
environment.  Research suggests this may be an unwelcome assignment for many male 
teachers and may lead to the departure of male teachers from the P-12 educational 
atmosphere. There is a need for administrators to be aware of their placement of male 
teachers and the informal assignment of duties given to male teachers. By sending off-
task students to these black educators as a form of disciplinary action; this protocol may 
create undue pressure on the teachers (Barnum, 2018). Every teacher must be responsible 
for addressing the behavior issues of their students. Author Amelia Harper (2018) 
provided additional research concerning the aforementioned subject. According to 
Harper, a study was conducted in Boston Public Schools which revealed black males 
teachers are often expected to handle the disciplinary matters of their students and their 
peers. The research indicates there is an assumption that black male teachers are better 
equipped to resolve the disciplinary problems of black students. This utilization of black 
male teachers is known as the invisible tax.  Former Secretary of Education John King 
has referred to this taxation on these educators when they are few in number in the school 
environment. The tax is paid when black male teachers perform the act of serving as the 
school disciplinarian. This is especially true when black students demonstrate off-task 
behavior. Harper stated black male teachers comprised of two percent (2%) of the 
national teaching force. As suggested by the research, this additional expectation of 




teaching (Harper, 2018). This is especially relevant since black male teachers are few in 
number in the school environment.   
 Teacher retention is improved when teachers create a nurturing, encouraging and 
supporting environment for students. When students are enjoying the learning experience 
and are engaged in active academic participation, this action transfers to teacher 
satisfaction. When teachers see their interactions with students combined with the 
matriculation/achievement of students; this transcends to increase retention of teachers 
because of the positive correlation (Pedota, 2015). School districts must support schools 
in the establishment of a positive classroom management environment. The Three P 
Approach to classroom management involves three elements within a responsive 
pedagogy. The Three P(s) require classroom management that is positive, proactive, and 
preventative (Muhammad & Hollie, 2012). Successful learning requires a system of rules, 
order and expectations in association with a relationship between educational partners.   
 
Financial Compensation 
 This study examined the relationship between financial compensation and the 
retention of P-12 teachers. Specifically, the monetary compensation of P-12 teachers is 
relative even within the study’s school district and other neighboring school districts. For 
years, one neighboring school district was known for paying teachers the most 
commanding salaries. In fact, this neighboring district is extremely competitive regarding 
employee compensation packages but other competing school districts have narrowed or 
closed the compensation gap. The financial compensation of any vocational position is an 




packages is the initiate draw for most applicants. School districts must understand the 
value of marketing themselves like other employers to appeal to desired applicants.  
Authors Sutcher, Darling-Hammond and Carver-Thomas (2016) cited several indirect 
version of compensation to attract and retain teachers. The following are indirect 
financial benefits that may retain P-12 teachers: childcare supports, offer loan forgiveness 
options, and housing supports (Sutcher et al., 2016). Again, financial compensation for 
teachers among the various school districts in the study is relatively stable (therefore 
competitive) in this southern city. Creating incentives that enrich the financial lives of 
teachers is definitely another retention factor. Nationally, teacher salaries are a real 
conversation for retaining the brightest and best employees. Politicians and school district 
administrators must champion for a competitive salary for teachers that is better or at 
least similar to other professions. Otherwise the talented workforce of educators may be 
enticed to depart teaching for more lucrative professions. Collective bargaining practices 
fail to provide incentives for attracting and retaining the best teachers (Hanushek, 2011). 
Therefore, other incentives are necessary for a specific district to retain the best talent.  
However, financial compensation will always remain crucial for teachers as they consider 
employment with any organization.  Authors Farinde, Allen, and Lewis’ (2016) findings 
indicated that teacher salary may discourage youth from entering teaching. Their research 
stated when considering practicing teachers, teachers of color are more prone to depart 
teaching than their white counterparts in search of higher salaries and some teachers were 






 The availability of mentoring relationships serves as another tool of support to an 
employee. The mentor is not only able to share best instructional practices but this person 
is able to introduce the new employee to other employees. This action adds to the 
socialization of a new employee in the vocational environment. The mentor serves as a 
human transitional tool as the mentee employee continues to grow and develop in the 
educational environment. California’s Beginning Teacher Support and Assessment 
(BTSA) Program provides mentors and other support to beginning teachers during their 
first two years. The program’s findings documented retention rates for beginning teacher 
greater than 90% (Darling-Hammond, 2016).  According to a federal study, mentors have 
the ability to contribute to the retention of teachers.  Ninety-two percent of first-year 
teachers who are assigned a mentor return to their classroom the next school year 
(Flannery, 2017). Partnering a new employee with a seasoned employee is a stress 
reliever for the newly hired individual. Starting a new job can be a stressful process for 
anyone. A formal mentor is a person that administration has entrusted to guide the person 
in accordance with the expectations of the organization (Business and Legal Report, 
2006).    
 
Principal’s Leadership Style 
      This study examined the relationship between the principal’s leadership style and 
retention of P-12 teachers. The principal’s leadership style is more personal the concept 
of administrative support because the principal is often viewed as the lead administrator.  




regarding every element under their kingdom/queendom. Ultimately, the principal must 
assume responsibility for many of the organizational expectations of the building. The 
principal is not able to perform all of the administrative tasks but their guidance is 
fundamental to the school environment. Melanie Minarik (2003) cited lack of principal 
support as a reason for the premature voluntary departure of teachers from the field of 
education. Seasoned principals recognize successful teachers are complex and creative 
people. These professional must be cultivated in a nurturing environment. Principals and 
district leaders must transform their school districts into a district of choice in order to 
attract and retain teachers. Teachers are continuously expressing their need and desire for 
school principals to support their creative goals and their enrichment.   
The effect of losing seasoned teachers from the academic program is a critical 
issue. The result is usually a negative impact to academic achievement. Seasoned 
educators usually possess a more enhance vocational skill-set than a neophyte educator.  
When a person of this caliber departs the organization, it is common for a least 
experienced educator to become the replacement resulting in less experience and 
expertise for the student. To what degree is the actual replacement cost of the transition 
cycle of teachers?  What is the cycle cost to our children and parents?  How is this loss of 
human capital from schools affecting the country’s ability to competing in a global 
society?  The real cost of professional educators leaving education is greater than the 
recruitment expenditures associated with the action.  The cost of replacing teachers is a 
realistic expense of conducting business in the field of education but what are the other 




longevity and success is the goal. Teacher retention is more of a concern than recruiting 
teachers.  In the United States, schools are experiencing a cost of $1 billion to $2.2 billion 
in attrition expenditures annually because of teachers moving or leaving the profession.  
Usually, the most dramatic effect is seen in educators transitioning from low economic 
schools to more affluent schools, high minority school to low minority schools and urban 
schools to suburban schools (Schaffhauser 2014). 
 Students in low income/high minority schools are the neediest population. It is 
clear why teacher retention is important in low economic, minority and urban school 
districts. The reason is the work is most challenging and the outcomes may be more 
difficult to achieve. School districts must actively research to determine methods of 
attraction for educators at these schools. Measureable amounts of student achievement 
will never occur if the most inexperience teachers are assigned the most demand work.  
They simply are not prepared to adequately meet the demands of the task (Greenlee & 
Brown, 2009).        
 Richard Ingersoll (2001) examined the importance of teacher retention in the 
academic setting. His research determined retention strategy of the organization is more 
critical than the recruitment practices of the organization. His findings suggest the 
importance in the expertise of seasoned teachers within the organization and the cost of 
constantly replacing personnel within an organization. Additionally, if administration is 
able to identify key retention factors of staff and work to reinforce/enhance these factors, 




 Authors Jo Blasé and Joseph Blasé (2004) highlighted several critical 
recommendations for principal as they supervise the educational environment. The 
authors recommended several necessary qualities for principals: being visible, providing 
sincere praise, and extending autonomy versus maintaining control. An effective 
principal must be visible versus interrupting and or abandoning the school atmosphere. A 
principal who makes a positive impact at their school does not govern from his or her 
office. This individual knows the staff, greets parents, and most importantly, has a 
relationship with their students. The following statement is most appropriate: If your 
presence does not make an impact, then your absence won’t make a difference 
(anonymous). 
Additionally, effective principals understand the importance of praising versus 
criticizing. Praise must be sincere because fake praise is easily recognized. This does not 
mean that correction and guidance is not necessary for principals. A supervisor’s 
corrections and guidance are essential components for teacher development. To that end, 
principals must be cognizant of the delivery and framing of guidance, corrections, and 
recommendations.   
Principals who retain teachers realize the importance of knowing the professional 
and social capabilities of their staff. This is important when principals are granting 
autonomy or freedom to staff to exercise their own judgment in various work-related 
matters.  Principals should be willing to nurture their teachers and encourage their 
growth/expansion into professional educators. These encounters between principals and 




Professional Development Opportunities  
 Research indicates the availability of professional development opportunities to 
educators is an investment in the human capital of the school district. Teachers should 
model traits of being life-long learners by the very nature of their vocation.  When school 
districts avail opportunities for teachers to engage in professional learning, this reinforces 
the value school districts place on teachers and students. Professional Development 
opportunities allow school districts to invest in their human capital. According to Brenda 
Iasevoli (2017), the most common type of profession development provided to U.S. 
teachers focused on their content area knowledge. The next common type of professional 
development is computer training for instruction. The other types of professional 
development include classroom management, training in reading instruction and teaching 
students with disabilities (Iasevoli, 2017).  
      There is a pressing need to educate all students and there is an insufficient number 
of prepared educators to address this need. This is especially true for poor and/or 
underserved students. As a result, today’s educational environment is tasked to prepare 
nontraditional people to become professional educators via professional development 
methods (Loewenberg & Forzani, 2009). The image of professional development training 
is changing from attending seminars to teachers designing their own professional 
development programs based on their interest and goals (Patrick, 2015). 
 
School Culture    
      Research indicates that many employees believe school culture is mainly 




the norms and expected patterns of behavior associated within the school? Whatever they 
are for a specific site is the essence of the environment. Part of school culture is the 
beliefs and accepted practices in the educational atmosphere. School culture is similar to 
a farmer preparing a field for growing crops. The farmer must clear the land, plant the 
seeds, water the seeds, monitor the weather and be aware of any potential prey (animals, 
disease, etc.). These steps are necessary if farmers plan to enjoy a bountiful harvest. The 
principal is like the farmer. The principal is responsible for monitoring the atmosphere of 
the school. One of a principal’s most important responsibilities is evaluating/monitoring 
the current conditions of the instructional programs and cultivating the professional 
growth of the school. School culture impacts all aspects of the learning environment and 
the core business of student success and academic achievement (MacNeil, Prater, & 
Bush, 2009). Research continues to support the critical importance of working conditions 
for teachers. An environment that illustrates strong leadership, collegial staff, shared 
teaching philosophy, appropriate and sufficient resources and parental engagement are 
the foundation for a positive school culture (Berry, Rasberry, & Williams, 2007). The 
federal government realizes the need to create/develop strong school leadership 
(especially principal leadership). The Elementary Secondary School Act (ESSA) has 
granted states the ability to reserve an additional three percent of their Title Two, Part A 
funds in school leadership development (Podolsky, Kini, Bishop, & Darling-Hammond, 
2017).   
The Golden Rule can be applied concerning the establishment of a nurturing 




treated. All staff should demonstrate fairness, consistency, and traits of being reasonable. 
Our destiny is to create an environment of growth, an environment of respect, care, 
expectations, and appreciation for rules. The principal serves as the leader in creating the 
school culture but every individual assigned to the school plays an instrumental part of 
creating the culture. Ultimately, principals have the ability to influence the creation of the 
school culture due to their vocational position and their authority.       
 
Emergent Themes 
      Linda Darling Hammond (2016) and Richard Ingersoll (2001) are two mavens in 
the study of teacher recruitment and retention. The independent variables addressed in 
this research are often cited by the aforementioned authors. We must abandon the belief 
that anyone can teach. Teachers are needed for every profession and they should receive 
the respect and benefits to match their necessity. This study supports the above 
referenced independent variables as significant considerations for the retention of 
teachers. It is important to note that there are other specific desires that employers could 
offer to enrich the lives of their employees. However, employers must address the basic 
desires of employees. When supervisors do not incorporate respect, fairness, concern for 
people, and appreciation, people will not remain with the organization for an extended 
length of time. This is especially true for teachers. Acts of kindness in the education area 
will produce and enrich the academic environment and increase teacher retention.       
 
Summary 
      Previous research supports the above-referenced factors, themes and variables as 




substantiates that there is a real problem pertaining to teacher retention in P-12 schools.  
Realistic solutions must be identified to address this issue if the desire is to increase 
student achievement, create a nurturing environment for students/teachers and become 
good stewards of the tax-payers’ dollars. When school districts fail to address the 
problem of teacher retention; recruitment dollars are spent over and over again. The main 
focus of P-12 education is the need to prepare today’s students to compete and succeed in 
a global economic. Student achievement is adversely impact when educators continue to 
leave schools and the education profession in totality. Experienced educators are leaving 
the most demanding school and or profession in record numbers only to be replaced by 
inexperienced educators. The replacement teachers usually lack the needed vocational 
skill-set and frequently emotional maturity to prosper in certain academic environments.  
School district must determine the motivating factors of their workforce and provide 
these incentives to retain the most talented educators.    
      School administrators must concentrate on provide perks to create a welcoming, 
holistic and caring atmosphere for the most talented teachers. Possible retention 
perks/incentives for teachers include the ability to attend outside conferences/seminars, 
tuition reimbursement, achievement awards/recognition, flextime, athletic facilities, 
discount programs and daycare/after-school care for their children (Business and Legal 
Reports, 2006).  
      The research suggested many employees’ primary alliances are to their own 
personal causes. It is not uncommon for employees to possess a greater commitment to 




and valued if organizations hope to retain personnel. Specifically, employees are 
interested in what an organization can offer them. If the compensation is worthy, a school 
district may be fortunate enough to hire and retain appropriate talent.   
      Education has been known as a vocation that eats its young. Many educators 
depart from the traditional teaching profession due to the availability of other viable 
professions. Specific factors have been identified as reasons why educators leave 
teaching. These reasons include: inadequate induction programs and lack of principal 
support; feelings of isolation and lack of community; major flaws in teacher preparation 
and lack of professional development; low level rewards for knowledge and skills; unsafe 
work environments; student discipline; and motivation problems (Minarik, 2003). The 
Georgia Department of Education facilitated a study about Georgia’s teacher drop-out 
crisis (Owens, 2015). The study focused on the rate of teachers departed the education 
profession. During the fall of 2015, the Georgia Professional Standards Commission 
reported 44% of public school teachers were leaving education within their first five 
years of teaching. The reasons cited in the study were: number and emphasis of mandated 
tests; teacher evaluation method; level of teacher participation in decisions related to 
profession; nonteaching school responsibilities/duties; level of benefits/compensation; 
level/quality of support, resources, and professional learning; school level/district level 
leadership; and level of preparation when entering the profession. According to this 
study, the level of preparation when entering the profession was the number one reason 




tests was the least important cause educators departed education within five years  





























      This chapter examined the three theories that support the premise of needs, 
motivation, and expectancy of individuals which were relevant to this research. The 
supporting theories are Abraham Maslow’s (1943) hierarchy of needs, Frederick 
Herzberg’s (1959) motivation-hygiene theory, and Victor Vroom’s (1964) expectancy 
theory. Maslow and Herzberg theories examine the internal personal needs of individuals 
and the individual’s personal motivation. Vroom’s theory examines one’s personal effort 
as the result of one’s motivation. Subsequently, the theory considers the individual’s 
relationship between their effort, their performance and results. The theories suggest that 
the needs and desires of an individual influences their choices and decisions. Therefore, 
these theories can be applied to a person’s vocational choices as well.    
      Usually, a thoughtful and strategic approach is necessary when one is attempting 
to accomplish one’s goals. Specifically, one should determine a methodology 
(process/protocol) to obtain their goals. When one is able to understand what motivates or 
satisfy an individual, the creation of a plan of action is possible to appeal to people for the 




Theory of the Variables 
 Maslow’s Theory explains the basic needs of human beings. This theory is of the 
thought that human must have certain foundational needs met prior to the consideration 
of more sophisticated needs. The five stages serve as the bases for human development.  
Specifically, these basic five levels/phases must be satisfied prior to addressing other 
human desires and or needs: (a) Stage One - Physiology; (b) Stage Two - Safety;  
(c) Stage Three - Social Belonging; (d) Stage Four - Esteem, and (e) Stage Five - Self-
Actualization (see Figure 1). Each time a need is satisfied on the pyramid level, a new 











Figure 1. Abraham Maslow’s hierarchy of needs pyramid. 
      
 Stage One – Physiology: This phase highlights the realization of necessary needs 
for the survival of humans. This need is basic in nature because it addresses those 




of these elementary requirements must be sustained prior to transitioning to the next 
phase of human development.  
 Stage Two – Safety: This phase is the need for one to feel at ease and 
comfortable. This stage includes the understanding of perceived threats and how to 
govern one’s self in an appropriate manner.    
 Stage Three – Social Belonging: This is a phase of establishing interpersonal 
relationships with others. This phase builds on the other two previously mentioned phases 
by highlighting the essence of community and the spirit of collaboration.   
 Stage Four – Esteem: This is a phase where one has to determine the level of 
recognition, attention and praise required from others for one to feel secure and happy 
with self. This level examines the motivation of self and person. 
 Stage Five – Self-Actualization: This is a phase of understanding one’s potential 
goals/desires and achieving those goals and desires. This phase highlights ones’ wants 
and the achievement of those wants. (Maslow, 1943) 
      Herzberg’s (1959) theory is another theory that explains motivation concerning 
humans (see Figure 2). The theory states there are certain factors that generate 
employment satisfaction for individuals and there are certain factors that create 
dissatisfaction for employees.  This theory is especially relevant in a study of this nature. 
The essence of this study is to understand the variables that predict with reliability the 
retention of P-12 teachers.  Herzberg’s theory emerged from a business motivation 














Figure 2. Frederick Herzberg’s two-factor motivation-hygiene theory. 
 
 Victor Vroom’s (1964) expectancy theory describes the relationship between an 
employee’s efforts, performance, and results/rewards (see Figure 3). Specifically, if one 
increases his/her effort than one’s performance should positively increase, resulting in 
increased reward(s).   
 
 




 The following referenced predictions were expected among the dependent 
variable and the independent variables upon the conclusion of the study. These 
predictions are based on the researcher’s past experiences in the vocational field of 
education. However, the researcher attempted to maintain an objective stance. The 
researcher reported the findings of the research to determine if there is any significance 
regarding the relationship of the independent variables upon the dependent variable. For 
example, a direct relationship exists when an increase in the independent variable results 
in an increase in the dependent variable. Subsequently, an indirect relationship is when a 
decrease in an independent variable results in an increase of the dependent variable (see 
Tables 1 and 2). Significance is defined as the degree of predictability of occurrence 
between the variables (Vroom, 1964).  
Table 1 
High Relationship between the Variables 
Independent Variables Dependent Variable 
Factors that impact/influence the dependent The retention of P-12 teachers in a large 
variable Southern metropolitan city 
• Administrative Support (High)  • (High) Direct Relationship Between the Variables 
• Classroom Management (High)  • (High) Direct Relationship Between the Variables 
• Financial Compensation (High) • (High) Direct Relationship Between the Variables 
• Mentorship Opportunities (High)  • (High) Direct Relationship Between the Variables 
• Principal’s Leadership Style (High) • (High) Direct Relationship Between the Variables 
• Professional Development  Opportunities (High) • (High) Direct Relationship Between the Variables 







Low Relationship between the Variables 
Independent Variables Dependent Variable 
Factors that impact/influence the dependent The retention of P-12 teachers in a large 
variable Southern metropolitan city 
• Administrative Support (Low)  • (Low) Direct Relationship Between the Variables 
• Classroom Management (Low)  • (Low) Direct Relationship Between the Variables 
• Financial Compensation (Low) • (Low) Direct Relationship Between the Variables 
• Mentorship Opportunities (Low) • (Low) Direct Relationship Between the Variables 
• Principal’ Leadership Style (Low) • (Low) Direct Relationship Between the Variables   
• Professional Development Opportunities (Low) • (Low) Direct Relationship Between the Variables 
• School Culture (Low) • (Low) Direct Relationship Between the Variables   
 
Definition of the Variables 
Dependent Variable 
      The study examined factors that influence the retention of P-12 Teachers in a 
large southern metropolitan school district. Specifically, this dependent variable is 
defined as those retention factors P-12 teachers desire and require to remain in 
continuous employment in P-12 and to remain at their current school.   
 
Independent Variables 
      The independent variables are defined as those influences which have an effect 
upon the dependent variable. The study has identified the following independent 
variables for the purpose of this study: administrative support, classroom management, 
financial compensation, mentorship opportunities, principal’s leadership style, 




 Administrative support is defined as the employee’s perception of assistance 
provided by members in administrative leadership positions to include the school level 
and the central office.   
 Classroom management is defined as the employee’s perception of appropriate 
student behavior (or the lack of) including documented student code of conduct, practices 
and expectations in the instructional classroom setting.   
 Financial compensation is defined as the monetary and benefits provided to an 
employee as a result of an employee’s employment with a school district.   
 Mentorship opportunities are defined as a teacher’s perception of their peer’s 
guidance, advisement, relationship, and support derived from a formal established 
interaction with a professional colleague.  
 Principal’s leadership style is defined as the governing/managerial behavior 
exhibited by the lead school-site administrator.   
 Professional development opportunities are defined as a form of structured 
learning experiences related to the support and or improvement of one’s vocation.  
 School culture is defined as the values, behaviors, habits and relationships 
established by leaders, decision-makers and school based staff.    
 
Theoretical Framework 
 Figure 4 illustrates the theoretical framework of the research and the relationship 
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Figure 4.  Relationship between the independent and dependent variables.  
 
 
Limitations of the Study  
 
 It is impossible to address every consideration when conducting research. 
However, the following are limitations of the study. 
• The size of the study is a limitation of the study. The study does not include the 
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• The study’s school district may have experienced unique challenges or 
circumstances at the time of the study that would have influenced research 
results.   
• The perceptions of P-12 teachers and the researcher’s perception were potential 
limitations to the findings and analysis of the study.   
• The researcher is employed by the same school district where the research was 
conducted which may have resulted in biases or trust concerns on behalf of the 
participants.   
• The participants’ contribution may or may not represent true disclosure.    
• The researcher distributed surveys to teachers assigned to schools with at least 
an 80% retention rate for the past three school years.  
• The participation of the study’s participants was a limitation of the study, 
especially when asked to engage in one-on-one interviews and focus groups.    
• Additionally, it was important for the researcher not to assume predictability 
involving the variables due to a preconceive relationship among the variables.    
• The researcher has over 25 years of experience in the vocation of human 
resources including experience as a recruiter. Specifically, the researcher has 
approximately 20 years of experience in the area of P-12 Human Resources.   
 
Research Questions  
 RQ1:  What is the relationship between administrative support and the retention 




 RQ2:  What is the relationship between classroom management and the retention  
  of P-12 teachers in a southern metropolitan school city?   
 RQ3:  What is the relationship between financial compensation and the retention  
  of P-12 teachers in a southern metropolitan school city?   
 RQ4: What is the relationship between mentorship opportunities and the   
  retention of P-12 teachers in a southern metropolitan school city?   
 RQ5:  What is the relationship between principal’s leadership style and the  
  retention of P-12 teachers in a southern metropolitan school city?   
 RQ6:  What is the relationship between professional development opportunities  
  and the retention of P-12 teachers in a southern metropolitan school city?   
 RQ7:  What is the relationship between school culture and the retention of P-12  
  teaches in a southern metropolitan school city?   
 RQ8: Which factor(s)—administrative support, classroom management, financial  
  compensation, mentorship opportunities, principal’s leadership style,  
  professional development opportunities, and school culture—has the  
  greatest impact on the retention of P-12 teachers?  
 RQ9:  Which factor(s)—administrative support, classroom management,   
  financial compensation, mentorship opportunities, principal’s leadership  
  style, professional development opportunities, and school culture—has the 




 RQ10:  Are there other factors that have an impact on the retention of P-12 
 teachers if so, what are those factors and why do they impact retention of 
 P-12 teachers?   
 
Summary 
      The aforereferenced independent variables will provide helpful information 
concerning the opinions of teachers. The study examined if a significance relationship 
exists between retention and the independent variables. Hopefully, the findings will be 
relevant concerning the recruitment, hiring and retention of teachers in this southern city.  
Additionally, it was the expectation that the research provide beneficial information for 
the advancement of student achievement. Education is a real profession which should be 
facilitated by professional educators. Society cannot expect students to achieve 
academically and or socially without professional guidance from educational mavens.  
Academic pursue must be thoughtful, with years of preparation, combine with an ability 
to convey knowledge and subject-matter mastery. The educational process should be 
intentional and require years of pedagogy. The researcher hopes to establish the essence 
of credible research by utilizing Maslow’s (1943) theory, Herzberg’s (1959) theory, and 

















      The main purpose of the study was to identify factors that influence the retention 
of P-12 teachers and the impact of those factors regarding P-12 teachers in a southern 
metropolitan city. The researcher was concerned about the collection of data due to the 
potential implications of the study. Today’s students need the best educators in order for 
them to surpass life’s challenges. Additionally, research suggests fewer students are 
entering college preparatory programs than in past years. Research also suggests teachers 
are departing the traditional educational environment for what they perceive to be greener 
pastures or other obtainable career choices. In order for today’s P-12 students to succeed 
academically and compete globally, a competent educator is needed to invest in their 




      The study was conducted in a P-12 school district in the ninth largest metropolitan 
area of the United States. Quantitative (surveys) and Qualitative techniques (a focus 
group) were utilized to obtain data for the study. This mixed method of data collection 
was identified for the study in an effort to establish more reliability concerning the 
results. The data sources included research journals, other literature sources, surveys, and 




 In-person interviews were conducted (via a focus group) with five fine arts 
teachers employed by the study’s school district. These identified teachers provided their 
perspectives, challenges, and concerns pertaining to their experiences in the district and 
in the field of education. Initially the researcher invited several survey participants to 
interview and the invitees declined the invitation. Subsequently, the researcher decided to 
conduct a focus group. Five teachers from the district’s fine arts program agreed to 
participate in the focus group process.   
      Surveys were obtained from some research participants. These individuals’ 
thoughts were obtained regarding the research questions. Using a Likert scale of 1-5, 
where 1 is not at all important and 5 is extremely important, teachers indicated their 
choices regarding the referenced research questions. Recorded interviews (via the focus 
group participants) were another method in which this study captured data.  
      The rationale for conducting the study was based on the limited supply of teachers 
in the southern metropolitan city. The other issue is the number of competing school 
districts in the area for this limited teacher pool. The research was conducted with various 
teachers in the identified school district. Selected teachers were invited to participate in 
the study. All of the research participants were over the age of consent and were not part 
of a protected population. The number of research participants was less than 100.  
Specifically, 62 teachers participated in the survey process and 5 teachers participated in 
the focus group.   
      The reason for this mixed-method design was to determine if there was a 




teachers. Additionally, the researcher desired to conduct research that determined the 
greatest impact and the least impact considering retention factors pertaining to P-12 
teachers in the specific region. The research identified essential information for public 
school districts (in a southern metropolitan city) as educational stakeholders attempt to 
maximize student achievement. This research sought answers to retention solutions by 
asking teachers directly which factors were crucial for their employment retention 
consideration.   
 
Description of the Setting 
 
      The facilitation of the study occurred in an urban P-12 school district affiliated 
with a southern metropolitan city in the United States. The school district in question is 
within the largest one hundred school districts in the United States. The school district is 
accredited by AdvancEd and the Southern Associations of Colleges and Schools (SACS). 
The study’s school district has an approximately student enrollment of 55,000 students 
and employs approximately 3,000 teachers. The student enrollment is approximately: 
black/African American 69%; white 2.5%; Hispanic or Latino 21%; Asian 4%; 
Multiracial 2.5%; American Indian/Alaska Native .06%; and Native Hawaiian and 
Other Pacific Islanders .01%. Eighteen percent of students speak other languages  
and 60+ languages are spoken in the District.  
   The researcher received data from one primary school, one elementary school, 
one middle school and one high school. These schools were selected by the researcher 
due to having at least an 80% teacher retention rate for the last three school years. The 




a high percentage of retention with the study district in order to determine what factor(s) 
retained employees in the district (see Table 3). 
 
Table 3  
Teacher Retention Percentage of Study Schools for Three School Years  
    3-Year 
Study Schools 2016-2017 2017-2018 2018-2019 Average 
Primary School (35 of 38) 
92.11% 
(35 of 41) 
85.37% 
(35 of 41) 
85.37% 
87.62% 
Elementary School (44 of 52) 
84.62% 
(49 of 60) 
81.67% 
(50 of 60) 
83.33% 
83.20% 
Middle School (43 of 52) 
82.69% 
(48 of 53) 
90.57% 
(47 of 53) 
88.68 
87.31% 
High School (56 of 68) 
82.35% 
(62 of 73) 
84.93% 




Working with Human Subjects 
 
      The study utilized the assistance of adult subjects only. Participation in this study 
was not mandatory for any individual. All aspects of participation associated with this 
study were voluntary in nature. Additionally, participants were allowed to cease/curtail 
their participation in the research at any time. The researcher is a doctoral student 
enrolled at Clark Atlanta University. The research was conducted under the guidance and 
direction of Clark Atlanta University’s Institutional Review Board and the study’s P-12 






 The instruments used in this research study included data obtained via the study’s 
school district, surveys, and interviews conducted via the focus group. The survey was 
designed by the use of a Google form. Initially, the research questions were created in 
collaboration by the researcher and professors. The survey contained 10 questions. The 
focus group members were asked 20 questions. Some of the questions asked about one’s 
opinion concerning the independent variables, employment duration in P-12, gender, 
education, and age. All participants were required and signed a consent form prior to their 
participation in the research.   
 
Participants/Location of the Research  
 There are approximately 1,540 elementary school teachers, 767 middle school 
teachers, and 721 high school teachers employed by the study’s school district. Five 
schools were selected to participate in this study’s data collection process: one primary 
school, one elementary school, two middle schools, and one high school. These schools 
were selected because they achieved at least an 80% teacher retention rate for the last 
three school years (2016 - 2017, 2017 – 2018, and 2018 - 2019). A survey link was sent 
to the school’s principal and that person was asked to forward the survey link to all 
teachers assigned to their school. The researcher received participation from all of the 
schools (four schools out of five) with the exception of one of the middle schools.  
Subsequently, survey data were received from 62 teachers. Fifty-six teachers completed 
the survey and six teachers declined completion of the survey. A focus group was 




the survey consisted of 23 elementary school teachers, 11 middle school teachers, and 28  
high school teachers.  Twenty-one elementary teachers (21%) out of a potential 101 
elementary teachers participated in the research survey. Ten middle school teachers (9%) 
out of a potential 109 middle school teachers participated in the research survey.   
Twenty-five high school teachers (33%) out of a potential 75 high school teachers 
participated in the research survey (see Figure 5). The researcher did not receive any 
surveys from one of the requested middle schools; 56 agreed to complete the survey and 










Figure 5. Number and percentage of survey participants.  
 




 August 2018: Researcher received approval from Clark-Atlanta University’s 
Institutional Review Board to conduct research. 
90.3%
9.7%







 September 2018: Researcher received approval from study’s school district’s 
research department. 
 September 2018: Researcher received approval from assistant superintendents 
and principals of the research site. 
 October 2918: Researcher distributed teacher survey to principals.  
 October 2018: Ongoing; researcher collected, analyzed, and identified significant 
themes concerning the data.   
  November 2018: Researcher facilitated focus group with five fine arts teachers. 
 
Summary 
     Surveys and a focus group were the data collection instruments utilized during 
this research. This mixed method of data collection was used to obtain information 
regarding the independent variables and the relationship regarding the retention of P-12 
teachers. Specifically, the independent variables are: administrative support, classroom 
management, financial compensation, mentorship opportunities, principal’s leadership 
style, professional development opportunities and school culture. Surveys were 
distributed during October 2018 to various teachers. November 2018, the focus group 














      The purpose of this study was to examine the relationship between administrative 
support, classroom management, financial compensation, mentorship opportunities, 
principal’s leadership style, professional development opportunities, school culture 
(independent variables) and the retention of P-12 teachers (dependent variable). By 
identifying theses retention variables, attrition should decrease in regards to the 
replacement number of P-12 teachers for school districts. The study identified specific 
hiring incentives of P-12 teachers to increase and or maintain teacher workforce within a 
school district. The study results will assist in retaining and recruiting professional 
teachers within and to the school district. Specifically, this study research has determined 
influential findings concerning the retention of teachers.   
      The study results are expected to educate P-12 district administrators concerning 
retention and recruitment practices and strategies of effective and professional teachers.  
Additionally, the study data has examined the reliability of independent variables for the 








      The study’s survey was facilitated via the creation of a Google form. Survey 
results were analyzed and determined for the basis of this research. The survey was 
provided/distributed to P-12 teachers assigned to five schools. These teachers are 
employed at one of the following levels within the study district: a primary school, an 
elementary school, a middle school, or a high school. The survey was completed by 62 
teachers. The researcher received surveys from teachers from all but one of the five 
schools. One middle school did not respond to the survey for some unknown reason. The 
survey link was sent to the principal of the identified schools. The principal was 
instructed to send the link to teachers assigned to their school. The survey contained 10 
research data-related questions. The study’s quantitative data were considered to 
conclude specific findings regarding the following research questions. The survey 
suggested the independent factors identified by the researcher are critical retention 
considerations for P-12 teachers. A Likert scale (1 = not at all important, 2 = slightly 
important, 3 = moderately important, 4 = very important, 5 = extremely important) was 
utilized to determine the opinions of the survey participants regarding the independent 
variables.  The research data obtain via the survey was assessed via utilization of the 
Statistical Package for the Social Sciences (SPSS).   
 RQ1: What is the relationship between administrative support and the retention 




 Administrative support consistently ranked 4 or 5 (54 of 56 - 96%); the majority 
of the 56 educators completed the survey. Two of the five focus group teachers ranked 
administrative support as an extremely important retention factor. There was no 
significant relationship between administrative support and retention: Remain in P-12 
Education - r(62) = .214, p =.095; Remain at One’s Current School - r(62) = .124, p 
=.338 (see Table 4). 
 
Table 4  
Administrative Support and Retention  
 Remain in P-12 Remain at Current 
Administrative Support Education School 
 Pearson Correlation .214 .124 
 Sig.(2-tailed) .095 .338 
 
 RQ2: What is the relationship between classroom management and the retention  
  of P-12 teachers in a southern metropolitan city?   
 Classroom Management consistently ranked a 3 or more with the survey takers;  
48 of 56 (85.7%) participants ranked this variable a 4 or 5.  Four of the five focus group 
teachers ranked classroom management as a most important retention factor.  There was 
no significant relationship between classroom management and retention: Remain in P-12 
Education, r(62) = -.005, p = .971; Remain at One’s Current School - r(62) = .076,  




Table 5  
Classroom Management  
 Remain in P-12 Remain at Current 
Classroom Management Education School 
 Pearson Correlation -.005 .076 
 Sig.(2-tailed) .971 .556 
 
 RQ3:  What is the relationship between financial compensation and the retention 
 of  P-12 teachers in a southern metropolitan city?   
  Financial Compensation did not appear to be a critical factor via the survey but 
remained an important factor; 46 of 56 (82.1%) participants ranked this variable 4 or 5. 
Financial compensation ranked close to classroom management. Financial compensation 
ranked above mentorship opportunities and professional development opportunities via 
the survey. Two of the five focus group teachers ranked financial compensation as a most 
important retention factor. There was no significant relationship between financial 
compensation and retention: Remain in P-12 Education - r(62) = .100, p = .441; Remain 
at One’s Current School) - r(62) = .153, p =.236 (see Table 6). 
 
Table 6  
Financial Compensation  
 Remain in P-12 Remain at Current 
Financial Compensation Education School 
 Pearson Correlation .100 .153 





 RQ4:  What is the relationship between mentorship opportunities and the   
  retention of P-12 teachers in a southern metropolitan city?   
 Mentorship opportunities ranked amongst the least importance factors with the 
survey takers; 30 of 56 (53.6%) participants ranked this variable a 4 or 5. Five of the five 
focus group teachers ranked mentorship opportunities as a least important retention 
factor. There was no significant relationship between mentorship opportunities and 
retention: Remain in P-12 Education - r(62) = -.018, p =.891; Remain at One’s Current 
School) - r(62) = .144, p =.263 (see Table 7). 
Table 7  
Mentorship Opportunities  
 Remain in P-12 Remain at Current 
Mentorship Opportunities Education School 
 Pearson Correlation -.018 .144 
 Sig.(2-tailed)   .891 .263 
 
 RQ5:  What is the relationship between principal’s leadership style and the  
  retention of P-12 teachers in a southern metropolitan city?   
 The principal’s leadership style consistently ranked 4 or more with the majority of 
the educators who completed the survey; 53 of 56 (94.6%) participants ranked this 
variable 4 or 5. The focus group teachers did not rank principal’s leadership style as a 
most important factor. Two of the five focus group teachers stated administrative support 
is a most important retention factor. During the discussion, all five focus group teachers 




administrative support. There was no significant relationship between principal’s 
leadership style and retention: Remain in P-12 Education - r(62) = .035,  
p =.787; Remain at One’s Current School) - r(62) = .000, p =.963 (see Table 8). 
 
Table 8  
Principal’s Leadership Style 
 Remain in P-12 Remain at Current 
Principal’s Leadership Style Education School 
 Pearson Correlation .035 .000 
 Sig.(2-tailed) .787 .963 
 
 RQ6:  What is the relationship between professional development opportunities  
  and the retention of P-12 teachers in a southern metropolitan city?  
 Professional development opportunities ranked as one of the least importance 
factors via the survey; slightly above mentorship opportunities 37 of 56 (66%), 
participants ranked this variable a 4 or 5. There was no significant relationship between 
professional development and retention: Remain in P-12 Education - r(62) = .016, p 
=.899; Remain at One’s Current School) - r(62) = .107, p =.408 (see Table 9). 
Table 9  
Professional Development Opportunities  
 Remain in P-12 Remain at Current 
Professional Development Opportunities Education School 
 Pearson Correlation .016 .107 




 RQ7:  What is the relationship between school culture and the retention of P-12  
  teaches in a southern metropolitan city?   
 School Culture consistently ranked 4 or 5 with the majority of the educators who 
completed the survey; 52 of 56 (93%) participants ranked this variable a 4 or 5. Only one 
survey participant of the 56 participants ranked school culture less than a 3. There was no 
significant relationship school culture and retention: Remain in P-12 Education - r(62) = 
.015, p =.910; Remain at One’s Current School) - r(62) = .103,  
p =.424 (see Table 10). 
 
Table 10  
School Culture  
 Remain in P-12 Remain at Current 
School Culture Education School 
 Pearson Correlation .015 .103 
 Sig.(2-tailed) .910 .424 
 
 RQ8:  Which factors—administrative support, classroom management, financial  
  compensation, mentorship opportunities, principal’s leadership style,  
  professional development opportunities and school culture—has the  
  greatest impact on the retention of P-12 teachers?  
 The survey revealed administrative support (96%), principal leadership style 





 RQ9:  Which factors—administrative support, classroom management, financial  
  compensation, mentorship opportunities, principal’s leadership style,  
  professional development opportunities and school culture—had the least  
  impactful on the retention of P-12 teachers?  
 The survey revealed mentorship opportunities and professional development 
opportunities had the least impact regarding retention.   
 RQ10:  Are there other factors that have an impact on the retention of P-12  
  teachers if so, what are those factors and why do they impact retention of  
  P-12 teachers?   
 The focus group members expressed the following suggestive retention factors: 
classroom management, increase funding of their various programs, and the availability 
of substitute teachers concerning classroom coverage.  
Study District’s Personnel  
 The number of teachers in the study’s school district: Total 3,028  
• Elementary teachers: 1,540 (51%) 
• Middle school teachers: 767 (25%) 
• High school teachers: 721 (24%) 
 Teachers’ years of employment in P-12 education: Total 3,055 
• Less than 5 years: 1,087 (36%) 
• More than 5 years but less than 10 years: 501 (16%) 
• More than 10 years but less than 15 years: 510 (17%) 




• More than 20 years but less than 25 years: 279 (9%) 
• More than 25 years but less than 30 years: 123 (4%) 
• More than 30 years: 99 (3%) 
 Teacher’s years at their current school:   
• Equal or Less than 3 years: 1420 (52%) 
• More than 3 years but less than 5 years: 617 (23%) 
• More than 5 years but less than 7 years: 282 (10%) 
• More than 7 years but less than 10 years: 167 (6%) 
• More than 15 years but less than 20 years: 185 (7%) 
• More than 20 years: 47 (2%) 
 Teacher’s highest level of education: Total 3,046  
• Bachelor’s Degree: 1,113 (36%) 
• Master’s Degree: 1,359 (45%) 
• Specialist’s Degree: 450 (15%) 
• Doctoral Degree: 124 (4%) 
 Gender of teachers: Total 3,055     
• Female: 2,412 (79%)    
• Male: 643 (21%)   
 Age of district’s teachers: Total 3,069 
• 21-25 years: 118 (4%) 
• 26-30 years: 429 (14%) 




• 36 years-40 years: 448 (15%) 
• 41-45 years: 493 (16%) 
• 46-50 years: 435 (14%)  
• 51+ years: 764 (25%)  
 
Research Survey Data  
 Table 11 shows the in relationship between the seven independent variables and 
the dependent variable: retention. 
 
Table 11 
Relationship of Independent Variables to Dependent Variable: Retention  
 
 1 = Not at all 2 = Slightly 3 = Moderately 4 = Very 5 = Extremely  
Independent Variables Important Important Important Important Important Total 

































































































 Table 12 shows the correlation data obtained via the utilization of the Statistical 




Table 12  
Correlations: SPSS Data and the Independent Variables  
 Admin. Classroom Fin. Ment. Prin. Prof. School 
Correlation Support Mgt. Comp. Oppor. Style Oppor. Culture 
Administrative Support        
 Pearson Correlation 1 .238 .311 .411 .526 .331 .330 
 Sig. (2-Tailed)  .062 .014 .001 .000 .009 .009 
 N  62 62 62 62 62 62 62 
Classroom Management        
 Pearson Correlation .238 1 .334 .501 .172 .665 .470 
 Sig. (2-Tailed) .062 -- .008 .000 .182 .000 .000 
 N  62 62 62 62 62 62 62 
Financial Compensation        
 Pearson Correlation .311 .334 1 .170 .205 .291 .157 
 Sig. (2-Tailed) .014 .008 -- .187 .111 .022 .222 
 N  62 62 62 62 62 62 62 
Mentorship Opportunities        
 Pearson Correlation .411 .501 .170 1 .276 .737 .423 
 Sig. (2-Tailed) .001 .000 .187 -- .030 .000 .001 
 N  62 62 62 62 62 62 62 
Principal’s Leadership Style        
 Pearson Correlation .526 .172 .205 .276 1 .398 .285 
 Sig. (2-Tailed) .000 .182 .111 .030 -- .001 .025 
 N  62 62 62 62 62 62 62 
Professional Development Opportunities        
 Pearson Correlation .331 .665 .291 .737 .398 1 .508 
 Sig. (2-Tailed) .009 .000 .022 .000 .001 -- .000 
 N  62 62 62 62 62 62 62 
School Culture        
 Pearson Correlation .330 .470 .157 .423 .285 .508 1 
 Sig. (2-Tailed) .009 .000 .222 .001 .025 .000 -- 






  Figure 6 shows the responses by teachers to the focus group question, how likely 
are you to stay in the P-12 teaching profession for the next five years?  
 1 = Not at all likely     2 responses          
 2 = Slightly likely     2 responses         
 3 = Moderately likely    9 responses     
 4 = Very likely   17 responses       




































 Figure 7 shows the responses by teachers to the focus group question, how likely 
are you to stay with your school for the next five years? 
 1 = Not at all likely      4 responses        
 2 = Slightly likely      5 responses        
 3 = Moderately likely   17 responses        
 4 = Very likely    14 responses 




















Figure 7.  Survey participants likely to remain at current school. 
 
 





























Figure 8. Teachers’ educational achievements.  
 
 
 Table 13 shows the demographic information on gender and age of the research 
participants.  
Table 13 
Gender and Age of Survey Participants 
 Number Percent 
Gender   
 Female 42 75.0% 
 Male 14 25.0% 
Age   
 21 – 15 years 2 3.6% 
 26 – 30 years 5 9.0% 
 










Age (continued) Number Percent 
 31 – 35 years 7 12.7% 
 36 – 40 years 9 16.0% 
 41 – 45 years 12 21.4% 
 46 – 50 years 9 16.0% 
 51+ years 12 21.4% 
 
 
Qualitative Data Analysis 
 
Focus Group   
 
      On Tuesday, November 13, 2018, a focus group was conducted with five fine arts 
teachers. The researcher served as the facilitator of the focus group. The focus group was 
conducted at the study district’s professional learning center. The duration of the activity 
was approximately 90 minutes. The researcher experienced resistance obtaining teacher 
participants consenting to the one-on-one interview process. As a result of this 
experience, the researcher mentioned this lack of cooperation to a colleague who recently 
completed her dissertation research and serves as the study district’s Director of Fine 
Arts. The colleague stated she believed her teachers would participate in a focus group 





Table 14  
Description of Focus Group Participants  
Focus Group      
Participants Gender Age Education Grade Level Subject Taught 
Teacher 1 Male 41 B.A. High School Chorus  
Teacher 2 Male 27 B.A. High School  Band  
Teacher 3 Female 28 B.A.  High School   Orchestra   
Teacher 4 Female 46 M.A.  Elementary School Art 
Teacher 5 Female 66 Ed. D.  Middle School Art 
 
 
Study Permission  
 
      The researcher received permission to conduct the study from Clark Atlanta 
University’s Institutional Review Board (IRB) on August 14, 2018. This is one of the 
required practices and protocols for conducting approved research associated with Clark 
Atlanta University. In August 2018, permission was requested from the Research, 
Assessment, and Accountability Department of the school district where the research was 
conducted. The researcher received permission to conduct the research in the selected 
school district on September 4, 2018. The study’s quantitative and qualitative data 




      Ethical issues were addressed by adhering to the required processes associated 
with Clark Atlanta University and the relevant school district. The participants were 
asked/invited to participate in the study. All study participants were adults. Participation 




terminate their engagement in the study during any stage of the process. Study 
participants were advised that no adverse action would occur due to their termination of 
the study during any phase. The following information (including some direct quotes) 
was obtained from the five teachers who participated in the focus group.   
 
Data in Response to the Focus Group Questions 
Teacher One Responses  
1. What was your academic major during undergraduate?  Music Education; 
previously employed within the profession of church music prior to his P-
12 career  
2. Do you possess a graduate degree? No  
3. If so, what area(s) of study is your graduate degree? N/A 
4. What occurrence led to your employment in education? Desired a career 
change - mother is an educator  
5. Have you always desired to work in the field of education? No. Prior work 
experience in church music and loved performing. Decided to pursue 
another career (P-12 education). Three years in P-12 education. All three 
years have been in the study’s school district 
6. What was your initial professional vocational experience in the field of 
education? Church environment as a performer then later in P-12 
education as a music teacher  
7. As a teacher, when considering retention factors, how crucial is administrative 




8. As a teacher, when considering retention factors, how crucial is classroom 
management? Important  
9. As a teacher, when considering retention factors, how crucial is financial 
compensation? Teacher One considered all of the identified factors to be 
important. Teacher One stated he considers financial compensation to be 
most important to him. Note: Teacher One ranked financial 
compensation as his most important factor but discussed his 
administrators’ interactions with him during the majority of the focus 
group.    
10. As a teacher, when considering retention factors, how crucial is mentorship? 
Important 
11. As a teacher, when considering retention factors, how crucial is the principal’s 
leadership style? Important 
12. As a teacher, when considering retention factors, how crucial is professional 
development? Important  
13. As a teacher, when considering retention factors, how crucial is school 
culture? Important  
14. Which one of the factors we discussed, is most important in your 
opinion/consideration of retention factors of teachers in a P-12 school district 




15. Which one of the factors we discussed, is least important in your 
opinion/consideration of retention factors of teachers in a P-12 school district 
and why? Mentorship opportunities    
16. Do you believe other factors influence the retention of P-12 teachers at your 
school? If yes, what are those factors and why are they influential to P-12 
teachers? No additional information was offered/shared with the 
researcher  
17. What attracted you to apply for employment at your current school? Career 
change  
18. Have you considered leaving your current school? If so, what was the major 
reason? Yes. Interactions with administrators and other financial 
opportunities  
19. Have you considered leaving the teaching profession?  If so, what was the 
major reason?  Interactions with administrators and other financial 
opportunities  
20. Is there anything the Researcher has not asked that you believe is critical to 
the retention of P-12 teachers within a P-12 school district? No additional 
information was offered/shared with the researcher (personal 
communication, November 13, 2018) 
 
Teacher Two Responses  
1. What was your academic major during undergraduate? Music education  




3. If so, what area(s) of study is your graduate degree? N/A 
4. What occurrence led to your employment in education? Education is the 
family business; several family members are educators 
5. Have you always desired to work in the field of education? Yes. Always 
desired to be an educator.  Five years in P-12 education all years within 
the study’s school district   
6. What was your initial professional vocational experience in the field of 
education? P-12 teacher at the high school level 
7. As a teacher, when considering retention factors, how crucial is administrative 
support? Teacher Two considers all of the identified factors to be 
important   
8. As a teacher, when considering retention factors, how crucial is classroom 
management? Most Important - Teacher Two stated he considers 
classroom management and financial compensation to be most important 
to him 
9. As a teacher, when considering retention factors, how crucial is financial 
compensation? Most Important - Teacher Two stated he considers 
classroom management and financial compensation to be most important 
to him 
10. As a teacher, when considering retention factors, how crucial is mentorship? 
Teacher Two considers mentorship opportunities and professional 




11. As a teacher, when considering retention factors, how crucial is the principal’s 
leadership style? Important. Note: Teacher Two spoke of his principal in a 
positive/favorable manner. The researcher wondered if principal 
leadership style would be important to him if he experienced an adverse 
relationship with this administrator   
12. As a teacher, when considering retention factors, how crucial is professional 
development? Teacher Two considers mentorship opportunities and 
professional development opportunities least important of the factors   
13. As a teacher, when considering retention factors, how crucial is school 
culture? Important 
14. Which one of the factors we discussed, is most important in your 
opinion/consideration of retention factors of teachers in a P-12 school district 
and why? Most Important - Teacher Two stated he considers classroom 
management and financial compensation to be most important to him 
15. Which one of the factors we discussed, is least important in your 
opinion/consideration of retention factors of teachers in a P-12 school district 
and why? Teacher Two considers mentorship opportunities and 
professional development opportunities least important of the factors   
16. Do you believe other factors influence the retention of P-12 teachers at your 
school? If yes, what are those factors and why are they influential to P-12 




17. What attracted you to apply for employment at your current school? 
Previously knew the principal and she actively recruited him 
18. Have you considered leaving your current school? If so, what was the major 
reason? Not currently…but always open to growth opportunities 
19. Have you considered leaving the teaching profession?  If so, what was the 
major reason? Not seriously…but always open to growth opportunities  
20.  Is there anything the Researcher has not asked that you believe is critical to 
the retention of P-12 teachers within a P-12 school district? Teacher Two 
reiterated the need for parental engagement (personal communication, 
November 13, 2018) 
 
Teacher Three Responses  
1. What was your academic major during undergraduate? Music  
2. Do you possess a graduate degree? No  
3. If so, what area(s) of study is your graduate degree? N/A 
4. What occurrence led employment in to your education? Education major in 
undergraduate school 
5. Have you always desired to work in the field of education? Yes. Two years 
with this school district. Three years in P-12 
6. What was your initial professional vocational experience in the field of 
education? P-12 orchestra teacher  
7. As a teacher, when considering retention factors, how crucial is administrative 




she rates administrative support and classroom management as the most 
important factors 
8. As a teacher, when considering retention factors, how crucial is classroom 
management? Teacher Three stated she believes all factors are important 
but she rates administrative support and classroom management as the 
most important factors 
9. As a teacher, when considering retention factors, how crucial is financial 
compensation? Teacher Three stated she believes all factors are important 
10. As a teacher, when considering retention factors, how crucial is mentorship? 
Teacher Three stated she believes all factors are important. 
11. As a teacher, when considering retention factors, how crucial is the principal’s 
leadership style? Very Important 
12. As a teacher, when considering retention factors, how crucial is professional 
development? Teacher Three stated she believes all factors are important 
but she believes mentorship opportunities and professional development 
opportunities are the least important factors 
13. As a teacher, when considering retention factors, how crucial is school 
culture? Teacher Three stated she believes all factors are important 
14. Which one of the factors we discussed, is most important in your 
opinion/consideration of retention factors of teachers in a P-12 school district 
and why? Classroom management is most important because of the lack 




15. Which one of the factors we discussed, is least important in your 
opinion/consideration of retention factors of teachers in a P-12 school district 
and why? Mentorship opportunities and professional development 
opportunities  
16. Do you believe other factors influence the retention of P-12 teachers at your 
school? If yes, what are those factors and why are they influential to P-12 
teachers? Teacher Three stated she believes advertisement of the school 
district would increase teacher retention    
17. What attracted you to apply for employment at your current school? Teacher 
Three stated she was seeking employment and obtained information via 
the school district’s website 
18. Have you considered leaving your current school? If so, what was the major 
reason?  Yes. Teacher Three stated she has considered leaving because of 
the principal’s leadership style and lack of administrative support  
Teacher Three admitted some positive events have occurred as a result of 
her principal’s leadership style but she stated the principal is not 
approachable.  There appears to be more structure and order at the 
school due to the principal’s style     
19. Have you considered leaving the teaching profession?  If so, what was the 
major reason? Sure, but not at this time    
20. Is there anything the Researcher has not asked that you believe is critical to 




advertising efforts on behalf of school districts (personal communication, 
November 13, 2018) 
 
Teacher Four Responses  
1. What was your academic major during undergraduate? Fine Arts/Studio Art  
2. Do you possess a graduate degree? Yes, a master’s degree 
3. If so, what area(s) of study is your graduate degree? Art Education  
4. What occurrence led to your employment in education? Always desired to be 
an educator 
5. Have you always desired to work in the field of education? Yes. 15 years in 
P-12 all years within the study district  
6. What was your initial professional vocational experience in the field of 
education? P-12 teacher  
7. As a teacher, when considering retention factors, how crucial is administrative 
support? Most Important  
8. As a teacher, when considering retention factors, how crucial is classroom 
management? Most Important  
9. As a teacher, when considering retention factors, how crucial is financial 
compensation? Important  
10. As a teacher, when considering retention factors, how crucial is mentorship? 
Least Important  
11. As a teacher, when considering retention factors, how crucial is the principal’s 




12. As a teacher, when considering retention factors, how crucial is professional 
development? Least Important  
13. As a teacher, when considering retention factors, how crucial is school 
culture? Important  
14. Which one of the factors we discussed, is most important in your 
opinion/consideration of retention factors of teachers in a P-12 school district 
and why? Administrative support and classroom management  
15. Which one of the factors we discussed, is least important in your 
opinion/consideration of retention factors of teachers in a P-12 school district 
and why? Mentorship opportunities and professional development 
opportunities  
16. Do you believe other factors influence the retention of P-12 teachers at your 
school? If yes, what are those factors and why are they influential to P-12 
teachers? Teachers need to be provided with realistic information/ 
expectation and challenges associated with teaching and working in P-12 
education  
17. What attracted you to apply for employment at your current school? 
18. Have you considered leaving your current school? If so, what was the major 
reason?  Not really 
19. Have you considered leaving the teaching profession?  If so, what was the 





20. Is there anything the Researcher has not asked that you believe is critical to 
the retention of P-12 teachers within a P-12 school district? The utilization of 
mentors would be more beneficial if the mentor was employed in the 
same vocation as the mentee (personal communication, November 13, 2018) 
 
Teacher Five Responses  
1. What was your academic major during undergraduate? Art  
2. Do you possess a graduate degree? Yes, Doctorate in Education   
3. If so, what area(s) of study is your graduate degree? Art Education  
4. What occurrence led to your employment in education? Teacher Five stated 
she always wanted to teach   
5. Have you always desired to work in the field of education? Yes 
6. What was your initial professional vocational experience in the field of 
education? P-12 Teacher  
7. As a teacher, when considering retention factors, how crucial is administrative 
support? Important  
8. As a teacher, when considering retention factors, how crucial is classroom 
management? Most Important  
9. As a teacher, when considering retention factors, how crucial is financial 
compensation? Important  
10. As a teacher, when considering retention factors, how crucial is mentorship? 




11. As a teacher, when considering retention factors, how crucial is the principal’s 
leadership style? Important  
12. As a teacher, when considering retention factors, how crucial is professional 
development? Important  
13. As a teacher, when considering retention factors, how crucial is school 
culture? Important 
14. Which one of the factors we discussed, is most important in your 
opinion/consideration of retention factors of teachers in a P-12 school district 
and why? Classroom management  
15. Which one of the factors we discussed, is least important in your 
opinion/consideration of retention factors of teachers in a P-12 school district 
and why? Mentorship opportunities  
16. Do you believe other factors influence the retention of P-12 teachers at your 
school? If yes, what are those factors and why are they influential to P-12 
teachers? Administrators need mentors; young administrators need to 
respect the experience and expertise of seasoned teachers/educators   
17. What attracted you to apply for employment at your current school? 
18. Have you considered leaving your current school? If so, what was the major 
reason?  Maybe, principal’s leadership style 
19. Have you considered leaving the teaching profession?  If so, what was the 
major reason? Yes, at this point due to the number of completed years and 




20. Is there anything the Researcher has not asked that you believe is critical to 
the retention of P-12 teachers within a P-12 school district? School districts 
need to recruit the appropriate numbers of substitute teachers to cover 
classrooms when other teachers are absent. Administrators need to learn 
appropriate supervisory skills. Do not micro-manage people when that 
trait is not necessary (personal communication, November 13, 2018) 
  
Teacher Focus Group Summary 
The Most Important Retention Factors 
 Teacher One stated financial compensation is the most important retention factor.   
Teacher Two stated classroom management and financial compensation are the most 
important retention factors.   
 Teacher Three stated classroom management (when lacking administrative 
support) is the most important retention factor.   
 Teacher Four stated administrative support and classroom management are the 
most important retention factors. 
 Teacher Five stated classroom management is the most important retention factor.     
In regards to the five focus group participants: 
• Classroom management received four votes as the most important retention 
factor. 





• Administrative support received one vote as the most important retention 
factor. 
 
The Least Important Retention Factors  
 Teacher One and Teacher Five stated mentorship opportunities is the least 
important retention factor.  
 Teacher Two, Teacher Three and Teacher Four stated mentorship opportunities 
and professional development opportunities are the least important retention factors.     
• Mentorship Opportunities received five votes.  
 
• Professional Development Opportunities received three votes.  
 
 The group members mentioned the following ideas as retention factors for P-12 
teachers: establishing realistic teaching experiences for teachers, mentors in the same 
academic discipline as the mentees, activities to increase parental engagement and 




      The data were implemented, collected, analyzed, and recorded with diligence.  
The research participants were adult volunteers. Participation in the study was not 
mandatory for anyone. The research participants were afforded the option of terminating 
their participation at any portion of the study. Survey participants cited administrative 
support, principal’s leadership style, and school culture as the most important retention 
factors. Survey participants listed mentorship opportunities and professional development 
opportunities as the least important retention factors. Focus group participants cited 




factors. During the process, the focus group members discussed their interactions with 
administration/principal more than they discussed classroom management concerns.  
Focus group participants cited mentorship opportunities and professional development 
opportunities as the least important retention factors. It should be noted that group 
participants stated all of the independent variables were important/relevant retention 










     The research data focused of the dependent and independent variables of the study.  
The purpose of the study was to determine factors that influence the retention of P-12 
teachers in a southern metropolitan city.  Retaining teachers is more of a challenge than 
recruiting teachers.   Thirty percent of new teachers depart the profession within five 
years and a higher rates of turnover exist in lower-income schools.  Another challenge is 
teachers transferring from less affluent schools to more affluent schools.  (Darling-
Hammond, 2016).  If a school district could identify factors of maintaining teachers 
(especially new teachers), this action should positively affect the academic achievement 
of students and the overall satisfaction of teachers in that districts.     
  
 Significant Findings  
 
      The research study was designed to provide information to educational 
administrators on how to effectively retain professional teachers in the academic setting.  
The data for the study were compiled in part via a survey and a focus group of teachers 





 Administrative Support: This independent variable received 46 (the highest) 
extremely important votes concerning retention of P-12 teachers.   
 Classroom Management: This independent variable received 30 extremely 
important votes concerning retention of P-12 teachers.  
 Financial Compensation: This independent variable received 31 extremely 
important votes concerning retention of P-12 teachers.  
 Mentorship Opportunities: This independent variable received 11 (the least 
number) extremely important votes concerning retention of P-12 teachers.  
 Principal Leadership’s Style: This independent variable received 39 extremely 
important votes concerning retention of P-12 teachers.  
 Professional Development Opportunities: This independent variable received 
15 (next to the least number) extremely important votes concerning retention of P-12 
teachers.  
 School Culture: This independent variable received 32 extremely important votes 
concerning retention of P-12 teachers.  
 The research suggested productive interpersonal relationships must be established 
prior to the establishment of other goals. Once positive human relations are defined in the 
academic setting, employees are able to concentrate more on professional development 




      The researcher obtained information from teachers affiliated with schools who 




the research data may contain biases concerning retention factors. Perhaps if the 
researcher would have obtained information from individuals formerly employed with the 
study’s school district, other points of view may have been disclosed or obtained. What 
surfaced in this research is the basic principles of the Golden Rule and treating all parties 
respectfully, fairly, and reasonable. Employers should strive to treat all employees in a 
fair, consistent, and reasonable manner. Employers must establish an atmosphere of 
respect, appreciation, and professional growth as incentives to maintain quality staff. Our 
educational leaders and politicians must strive to restore the prestige to the field of 
teaching/education if the goal is to retain quality teachers. The philosophy that everyone 
can teach must be rejected. Teaching is an intention action which is enhanced by 
preparation and appropriate interpersonal skills. Teachers must be given adequate 
resources, preparatory training, and realistic experiences and expectations concerning the 




 The following recommendations are proposed for college administrators, school-
site administrators, and central/district-level administrators. 
 
Recommendations for College Administrators 
 
• An active campaign to recruit high school students for the University’s College 
of Education to consider teaching as a career, including a representative from 
the College’s Department of Financial Aid to better inform students of future 




• Partnerships with high schools to introduce/engage students in the college 
experience prior to high school students applying for collegial enrollment. 
Target student clubs to meet and share career opportunities in the field of 
education. 
• Promote the vocational advantages and perks of education to potential students. 
Examples: Teachers’ average work schedule, 190 Day Work Year, Scheduled 
Breaks (spring, summer and Holidays). 
• Establish relationships with potential educational employers for student 
placement/internships/placements.  
 
Recommendations for School-Site Administrators  
• Exhibit respect and demonstrate appreciation of all teachers and especially 
seasoned/experienced teachers. This element of respect and appreciation is 
especially relevant when considering the possible perception between younger 
leaders and maven teachers.    
• Solicit and implement opinions of new teachers (when appropriate and 
reasonable). Establish professional relationships that will promote a positive 
working experience. 
• Create a rapport with teachers to identify career motivations and provide 





Recommendations for Central/District Level Administrators  
• The establishment of Leadership Academies to develop nurturing supervisory 
abilities of administrators to assist in creating a positive and productive 
environment for all teachers.   
• Provide relevant professional development opportunities to staff. This study 
did not support the need for professional development opportunities as a high 
ranking retention factor but the literature review supports the importance of 
professional development.  
• Grow and nurture your human talent for anticipated staffing needs/positions 
within the district. Develop marketing strategies to keep the general population 
informed of the district needs.   
• Develop and establish a culture of respect and growth for all participants 
(administrators, teachers, staff, students, parents etc.) in the educational 
process. 
• Solicit and implement opinions of teachers when appropriate and reasonable. 
Create opportunities to develop teacher leaders in the working environment. 
 
Summary    
 
     In summary, this study suggested all of the independent factors are relevant 
concerning the retention of P-12 teachers. Some factors ranked higher than others. The 
following three independent factors ranked the highest amongst the factors via the 
survey: administrative support, principal’s leadership style, and school culture. The 




a globally competitive education. Education is a profession where one routinely hears 
people say/believe that can successfully transition to the vocation of teaching with little 
formalized training. American society must restore respect and prestige to the people who 
teach our children. Teaching must return to being a first choice profession not a back-up 
choice for some. P-12 employers must understand the importance of certain principles as 
they relate to the retention of employees and especially teachers. These principles are 
respect, appreciation, and the opportunity for career advancement for all employees.   
      Employees (humans) want and require a level of respect and recognition from 
their employer/the organization. Employers who lack compassion and general courtesy 
for their workforce will not retain the best and the brightest personnel. Appreciation is 
desired and necessary because employees want to believe their work has value and is 
needed. Employees want opportunities for career advancement and these opportunities 
must be granted based on fairness. Real professionals are not going to remain with any 
organization that fails to demonstrate the aforementioned characteristics to employees.  
Teachers who understand their value and worth will continue to search for employment 
that meets their personal and professional needs/wants. The hard truth is people with 
positive self-worth and a competitive vocational skill set understand the importance of 
peace and happiness in all aspects of their lives. Fair, consistent, and reasonableness traits 
are the foundation of retention. These principles transcend all vocations.   
Administrative support, principal’s leadership style, and school culture re-enforce 
the importance of interpersonal skills. Respectable, realistic, and honest professional 




accomplishing the retention of teachers and other educational goals. A lack of 
professionalism from supervisors will create an environment where individuals are not 
motivated to invest in the goals of the organization. It is reasonable that administrative 
support, principal leadership style, and school culture are essential to teacher retention 
because teachers are confronted with these elements daily. If one is dissatisfied with his 
or her supervisors, colleagues, and the norms and practices of the work environment, why 
would that person remain?  Additionally, the expectation would not be for this individual 
to be a productive team member. Authors Bloom, Castagna. Moir, and Warren (2005) 
discussed the urgency and essence of professional coaching via principals by 
understanding the art of relationship building. First, the principal must establish 
trustworthy interactions with all (but especially the school staff members) educational 
partners. The act of building relationships and creating trust are the foundational concepts 
of achieving goals and objectives. People will not follow the principal if they do not 
believe in their leadership and what it represents. Second, principals can build 
relationships by listening and observing the needs and desires of their team members and 
responding appropriately.   
 School administrators must established classroom management expectations/ 
standards. Administrators and teachers must support and enforce these expectations/ 
standards to sustain respect between all parties, but especially between the teacher and 
students. Subsequently, fair, reasonable, and consistent expectations/principles should be 
the standards for all parties in an educational environment including teachers and 




        In regards to mentorship opportunities and professional development 
opportunities, P-12 teachers must understand and appreciate the significance of these 
learning models. The researcher was surprised at the low ratings given by the study 
participants concerning mentorship and professional development for teachers. Prior to 
the research, the researcher’s expectation was that teachers would rate mentorship and 
professional development opportunities as extremely important retention considerations. 
In closing, the research supports the need for productive and positive administrative 









This survey is to determine possible factors contributing to teacher retention. All 
responses will be confidential.  
 


















Administrative Support       
Classroom Management       
Financial Compensation       
Mentorship Opportunities      
Principal’s Leadership style      
Professional Development Opportunities      
School Culture       
 
2. How likely are you to stay in the P-12 teaching profession for the next five years? 
□ 1 = not at all likely   
□ 2 = slightly likely   
□ 3 = moderately likely   
□ 4 = very likely    
□ 5 = extremely likely 
 
  3. How likely are you to stay with your school for the next five years?   
□ 1 = not at all likely   
□ 2 = slightly likely   
□ 3 = moderately likely   
□ 4 = very likely    





  4. How many years have you been employed in the field of P-12 education? ______ 
   
  5. How many years have you been employed at your current school? ______ 
   
  6. What grade(s) do you teach? _________________________  
   
  7. What subject(s) do you teach?   _______________________ 
   
  8. What is your highest level of education?  
 
 Bachelor Degree  _____                     Master Degree  _____ 
 
 Specialist Degree  _____                    Doctora1 Degree  _____ 
 
  9. Gender:   Male ____   Female _____    
 
10.  What is your age? 
 
 Under 21 years_____        21-25 years _____       
 
 26-30 years _____         31-35 years_____ 
      
  36-40 years _____             41-45 years ____         
 














Focus Group/Interview Questions 
 
1. What was your academic major during undergraduate? 
 
2. Do you possess a graduate degree? 
 
3. If so, what area(s) of study is your graduate degree? 
 
4. What occurrence led to your employment in education? 
 
5. Have you always desired to work in the field of education? 
 
6. What was your initial professional vocational experience in the field of education? 
 
7. As a teacher, when considering retention factors, how crucial is administrative 
support? 
 
8. As a teacher, when considering retention factors, how crucial is classroom 
management? 
 
9. As a teacher, when considering retention factors, how crucial is financial 
compensation?  
 
10. As a teacher, when considering retention factors, how crucial is mentorship? 
 
11. As a teacher, when considering retention factors, how crucial is the principal’s 
leadership style? 
 
12. As a teacher, when considering retention factors, how crucial is professional 
development?  
 
13. As a teacher, when considering retention factors, how crucial is school culture?  
 
14. Which one of the factors we discussed, is most important in your 





15. Which one of the factors we discussed, is least important in your 
opinion/consideration of retention factors of teachers in a P-12 school district and 
why? 
 
16. Do you believe other factors influence the retention of P-12 teachers at your 
school? If yes, what are those factors and why are they influential to P-12 teachers? 
 
17. What attracted you to apply for employment at your current school? 
 
18. Have you considered leaving your current school? If so, what was the major 
reason?   
 
19. Have you considered leaving the teaching profession?  If so, what was the major 
reason?   
 
20. Is there anything the Researcher has not asked that you believe is critical to the 









Teacher’s Focus Group Consent Form 
 
I. Purpose 
Teresa Reese, Doctoral Student enrolled at Clark-Atlanta University has received 
permission from the Research Review Board of the school system to conduct the 
research study entitled, Retaining Talent: Retention Factors of P-12 Teachers in a 
Southern Metropolitan City. The purpose of this research is to:  
 
1. Identify Desired Retention Factors of P-12 Teachers 
2. Retain Qualified P-12 Teachers  
3. Increase Student Achievement  
 
II. Participation in the Study 
You have been asked to participate in this research study between the dates of October 
2018-December 2018. The manner of your participation will include the following: a 
survey and/or focus group. 
 
Participation in this study is voluntary and will not affect your performance evaluation.  
If you decide to withdraw permission after the study begins, please notify the school of 
your decision.  
 
III. Risks and Discomfort 
Minimal risks are anticipated as a result of your participation. As a general rule, 
researchers are not permitted to conduct any studies that will disrupt the order of the 
typical instructional program found in the school district.  
 
IV. Benefits 
As a participant in this research study, the researcher believes that the information 
produced will improve the quality of instruction and types of services it provides for all 
children in the District’s schools. 
 
V. Confidentiality 
All information is confidential and will only be used for research purposes. Anonymity 
is assured as neither you or your students’ names will not appear in any written reports 
that stem from data collected from the researcher. Information collected will be stored 
with the Researcher until August 2019. At that time, all information associated with the 




VI. More Information 
If you have questions or concerns about this study, please contact Dr. Barbara Hill, 
Faculty Advisor College of Education-Educational Leadership and or Teresa Reese, 
Student Researcher at Clark-Atlanta University at 404.880.6126. If you have any 
questions about the human rights as a research participant, contact Dr. Paul Musey, 
Chair IRB, Human Subjects Committee Clark-Atlanta University at 404.880.6337 or by 
email at PMusey@cau.edu.  
 
VII. Informed Consent 
If you have read and understood the information above and agree to participate in this 











           
Name of Teacher (Please print)   Name of School 
 
           
Teacher Signature    Grade Level/Subject 
 






Focus Group E-mail to Potential Participants  
 
 
My name is Teresa Reese, Doctoral Student enrolled at Clark-Atlanta University.  
September 2018, I was approved to conduct my Dissertation research in the District.  My 
Dissertation is entitled: Retaining Talent: Retention Factors of P-12 Teachers in A 
Southern Metropolitan City.  I am interested in facilitating a Focus Group of teachers 
regarding desired retention factors concerning their employment.  The session would be 
held on Tuesday, November 13, 2018 at the Professional Learning Center (PLC) from 
5pm.-6pm.     
 
Participants must sign a consent form prior to their participation.  I will maintain the 
signed form for the research documentation and I can provide a copy to you for your 
records.  Of course, the teacher's identity would remain anonymous in my 
dissertation/paper. I have identified the following possible meeting dates for your 
consideration but I am flexible concerning this regard.   
 
Tuesday, November 13, 2018 or  
Thursday, November 15, 2018 or  
Tuesday, November 27, 2018 
 
If you decide to participate, please advise as to which dates work for your schedule.   
Your participation is voluntary and you may terminate your participation at any time.    
 





Doctoral Student  
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